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Abstract
The purpose of the study is to determine the best recruitment sources at lower level posi-
Ɵ ons in manufacturing industries in Pakistan. The informal recruiƟ ng sources results in less 
turnover, less absenteeism, more posiƟ ve work aƫ  tudes, and possibly beƩ er performance 
than formal recruiƟ ng sources. A major reason determined for this eﬀ ecƟ veness is that infor-
mal methods provides the potenƟ al candidate a realisƟ c informaƟ on about the organizaƟ on, 
culture, job requirement and working condiƟ ons. This improves his performance and commit-
ment towards the organizaƟ on.
The specifi c objecƟ ves of the study is to analyze the eﬀ ecƟ veness of recruitment sources, 
advantages & disadvantages of internal versus external recruitment and the best source of 
recruitment at lower level. A posiƟ on analysis quesƟ onnaire was designed to determine the 
popular sources of recruitment and evaluate the referral method of recruiƟ ng. The proposed/
target group of this research is 43 execuƟ ves from recruitment department of nine manufac-
turing fi rms, e.g. FerƟ lizer, Oil and Gas, PharmaceuƟ cals, Power GeneraƟ ons, Foods and Elec-
tronics. The lower level posiƟ ons in these industries included: clerical, secretarial, assistants 
and coordinators. Two hypotheses were developed; Employee referral is the most popular 
source of recruitment for lower level posiƟ ons and employees hired through referrals have 
higher levels of tenure & low turnover at lower level posiƟ ons in manufacturing industries in 
Pakistan. StaƟ sƟ cal tests included Chi-Square Test to test hypotheses. AŌ er compleƟ ng staƟ s-
Ɵ cal analysis, both hypotheses were accepted based on results.
Keywords: Employee Referral Method, RealisƟ c Job Preview, Internal recruiƟ ng, Stability of 
Tenure, Lower Management 
IntroducƟ on
Recruitment is not just about fi lling jobs 
that are vacant right now or fi lling jobs that 
may become vacant soon; it is about mak-
ing a conƟ nuous, long-term investment in 
aƩ racƟ ng a high-quality workforce capable 
of accomplishing the organizaƟ on’s mission 
now and in the future. Finding the right peo-
ple is a make-or-break factor for success in 
business today. RecruiƟ ng the top talent for 
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a job takes Ɵ me and you have to aƩ ract qual-
ity candidates who have the knowledge and 
skills needed to help your company grow. 
The fact is your success with recruitment 
depends on how well you prepare your job 
ad, your recruitment vehicles and your inter-
viewing skills. The endeavor is that your po-
tenƟ al candidate truly understands the job. 
The clearer you are with the task descripƟ on, 
working condiƟ ons and advantages, the less 
Ɵ me you will waste examining and rejecƟ ng 
applicaƟ ons.
When a job vacancy exists, the fi rst re-
placement source to consider is within the 
organizaƟ on. OrganizaƟ ons such as BHP Bil-
liton, Cathay Pacifi c, IBM, Dow Chemical and 
Shell have a policy of fi lling vacancies through 
internal transfer and promoƟ on. An earlier 
study found that almost 80% of organizaƟ ons 
fi lled more than half of their supervisory and 
managerial vacancies via internal promoƟ ons 
(Stone, 2005).
The specifi c objecƟ ves of the study is to 
analyze eﬀ ecƟ veness of recruitment sourc-
es at lower levels of organizaƟ onal hierarchy 
and the benefi ts that accrue from choosing 
informal methods of recruiƟ ng.
Literature Review
Eﬀ ecƟ veness of RecruiƟ ng Techniques
The cost of recruiƟ ng employees (both 
successful and unsuccessful) conƟ nues to 
rise. It is not uncommon for an employer to 
spend between $1000 and $3000 to recruit 
candidates at supervisory levels. Spencer 
(1984) esƟ mated that recruitment costs usu-
ally equal one-third of the new hire’s annual 
salary and as the pool of trained, qualifi ed 
candidates shrinks, it becomes even more 
diﬃ  cult to recruit and retain successful em-
ployees. (Delong & Clair, 1990). 
RelaƟ onship between Recruitment 
Source InformaƟ on and Job Survival
The choice of recruitment through internal 
or external recruitment has been a maƩ er for 
debate. Research fi ndings in 1980s indicated 
that informal sources like employee referral 
and internal promoƟ ons lead to a beƩ er sur-
vival rate, commitment on part of new em-
ployee and internal moƟ vaƟ on as compared 
to help from employment agencies and ad-
verƟ sement, ( Breaugh and Mann, 1984), 
(Conrad and Ashworth, 1986)    
In recent Ɵ mes, Blau (1990) and Colella& 
Wanous (1989) focused on determining the 
relaƟ onship between expectaƟ ons and job 
performance of freshly inducted employees. 
However, their fi ndings were inconclusive. 
Similarly, Breaugh and Mann (1984) report-
ed that the method of recruitment chosen 
project a diﬀ erent percepƟ on about realisƟ c 
expectaƟ ons and turnover; however, they did 
not report fi ndings on the relaƟ onship be-
tween the realism of expectaƟ ons and turn-
over. Finally, Conrad and Ashworth (1986) did 
fi nd a signifi cant correlaƟ on between recruit-
ment source and expectaƟ ons, or between 
expectaƟ ons and job survival. (Saks, 1994).
In conclusion, the results of this study 
suggest that the realism and met expecta-
Ɵ ons hypotheses are viable explanaƟ ons for 
understanding the relaƟ onship between re-
cruitment sources and job survival. The re-
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sults of this study also provide some support 
for Wanous’ (1992) model as a conceptual 
framework for understanding the relaƟ on-
ship between recruitment source and orga-
nizaƟ on informaƟ on with job survival. (Saks, 
1994)
Figure 1
A Model of the Psychological Effects of 
Recruitment Source and Organization 
Information on Job Survival
The parƟ cipants in the above study were 
208 seasonal employees of a large amuse-
ment park employed in a variety of en-
try-level posiƟ ons. The sample consisted 
of 44.7% (93) males and 55.3% (115) fe-
males. The mean age of the sample was 19 
years. Six sources of recruitment were used. 
They included: 1) Rehire (N=110), 2) Em-
ployee referral (N=36), 3) Radio adverƟ se-
ment (N=21), 4) Newspaper adverƟ sement 
(N=18), 5) Poster (N=11), 6) Self-iniƟ ated 
walk-in (N=11). (Saks, 1994).
There are nine variables that were iden-
Ɵ fi ed in this study: recruitment source in-
formaƟ on, organizaƟ on informaƟ on, met 
expectaƟ ons, role clarity, commitment, job 
saƟ sfacƟ on, intenƟ on to quit, ability to cope 
and survival rate. It was found that recruit-
ment source informaƟ on and organizaƟ on 
informaƟ on were signifi cantly posiƟ ve-
ly correlated with met expectaƟ ons, role 
clarity, commitment, and job saƟ sfacƟ on, 
and negaƟ vely correlated with intenƟ on to 
quit. However, only recruitment source in-
formaƟ on was signifi cantly correlated with 
job survival. Second, met expectaƟ ons were 
signifi cantly correlated with job saƟ sfacƟ on, 
commitment and role clarity. “Met expecta-
Ɵ ons” were extremely signifi cant with job 
saƟ sfacƟ on. (Saks, 1994).
Similarly means, standard deviaƟ ons, and 
t-values of one-tailed t-tests for informal 
versus formal sources of recruitment were 
signifi cantly diﬀ erent. The means were sig-
nifi cantly greater for the informal sources as 
compared to the formal sources for follow-
ing variables
• Recruitment source informaƟ on
• Met expectaƟ ons
• Ability to cope
• Job survival
 The results were not signifi cantly diﬀ er-
ent for following variables (Saks, 1994)
• OrganizaƟ on informaƟ on
• OrganizaƟ onal commitment
• Role clarity
• IntenƟ on to quit
The results of this study are consistent 
with the literature on recruitment source 
eﬀ ects and job survival. Informal sources of 
recruitment resulted in greater job survival 
than formal sources of recruitment, and em-
Commitment
Role
Clarity
Ability to
Cope
Job
Survival
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ployees recruited through informal sources 
of recruitment reported informaƟ on that is 
more accurate. (Saks, 1994).
Wanous and Colella (1989) asserts that 
informal methods of recruiƟ ng provides bet-
ter dividends since it results into controlled 
turnovers and lesser absenteeism and in-
culcates posiƟ ve aƫ  tudes towards organi-
zaƟ onal performance. The major reason for 
this change of aƫ  tude is; a more realisƟ c 
job preview (RJP) being provided to the new 
inductee. The referral provides inside infor-
maƟ on to the candidate as such he is beƩ er 
equipped to combat the problems confront-
ed in the iniƟ al stage of service.  This real-
isƟ c preview does not allow expectaƟ ons 
to go outside the context and will conse-
quently increase saƟ sfacƟ on and increase 
commitment by means of vaccinaƟ on eﬀ ect, 
self-selecƟ on and decisional commitment. 
Similarly Wanous et al. (1992) further re-
inforces the point of view that Met expec-
taƟ ons have also been a key psychological 
variable in research on the eﬀ ecƟ veness of 
diﬀ erent recruitment sources (Wanous and 
Colella, 1989). Briefl y, met expectaƟ ons is 
one explanaƟ on of why certain inside sourc-
es, such as rehired employees or employee 
referrals, result in higher job survival rates 
than do outside sources such as newspaper 
ads or employment agencies. This is be-
cause it is assumed that inside sources pro-
vide more accurate informaƟ on about a par-
Ɵ cular organizaƟ on, acƟ ng somewhat like an 
RJP (p. 288). 
Employee Referral
It is suggested that employees hired 
through referrals tend to have higher lev-
els of tenure and low turnover. Both private 
and public organizaƟ ons used employee re-
ferrals to select and hire new employees. 
Research indicates that referrals made by 
family members and long-term friends are 
more valuable and are oŌ en associated 
with higher tenure levels (Aamodt & Carr, 
1988). Many organizaƟ ons oﬀ er incenƟ ves 
to employees to encourage employee re-
ferral. Research has shown that exorbitant 
rewards are not always necessary; $500 
rewards have proven to be just as success-
ful as higher amounts (Stewart, Elllenburg, 
Hicks, Kremen & Daniel, 1990). 
Gleckstein & Ramer (1988) demonstrated 
that Employee Referral Program’s is lower-
ing the cost-per-hire by an esƟ mated 50%. 
VerbaƟ m CorporaƟ on revealed even more 
results that are impressive when they man-
aged to reduce employee-hiring costs by 
more than 95% in only 6 months aŌ er the 
implementaƟ on of their Employee Referral 
Programs. (Farish, 1983). 
To invesƟ gate the eﬀ ecƟ veness of Em-
ployee Referral Programs, Aamodt and Carr 
(1988) conducted a meta-analysis on 11 past 
studies with 10,672 employees. Results in-
dicated that referred employees tend to 
stay with an organizaƟ on signifi cantly lon-
ger than those hired through any other re-
cruitment sources do. The increase in em-
ployee tenure may lead to a decrease in the 
turnover rate and may signifi cantly reduce 
the hiring and training costs associated with 
new employees. (Stewart, Ellenburg, Hicks, 
Kremen & Daniel, 1990).
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A study reported that applicants recruit-
ed through newspaper adverƟ sements had 
an average tenure of 8 months, those who 
were referred by a friend had an average 
tenure of 12 months, and those who just 
walked-in and applied has an average tenure 
of 10 months. The mean for the study would 
be 10 months, and the standard scores for 
each of the methods, reported as a percent-
age of the overall study mean, would be 80 
for media recruitment, 120 for employee 
referral, and 100 for direct applicaƟ on. (Aa-
modt & Carr, 1988).
In the table below, recruitment source 
had a signifi cant eﬀ ect when tenure was the 
criteria but not when performance was the 
criteria. More specifi cally, employee refer-
rals resulted in the highest tenure whereas 
media sources resulted in the lowest tenure. 
(Aamodt & Carr, 1988).
Table 1 
Difference in Performance and Stability of 
Tenure amongst Different Recruiting Methods
Criterion
Recruitment source Performance Tenure
Employee referral 95.50 (2.89) 120.36 (19.05)
Direct application 102.66 (7.89) 98.89 (7.77)
Media advertisement 98.29 (4.82) 88.92 (17.56)
Employment agency 101.17 (4.88) 91.50 (15.84)
In order to capitalize on this form of re-
cruitment, employers promote employee 
referral methods by oﬀ ering lucraƟ ve ben-
efi ts to the referee. These incenƟ ves could 
be in shape of giŌ  cerƟ fi cates, cash awards 
and merchandise. In a survey conducted by 
Bernard Hodes AdverƟ sing (1985), it was 
found that 86% of the companies with a re-
ferral bonus also oﬀ ered a cash award. The 
mean cash award was $628, with the high-
est amount given by Tech industries and the 
lowest amount given by Food service indus-
tries. (Stewart, Ellenburg, Hicks, Kremen & 
Daniel, 1990).
RESEARCH METHODOLOGY
Hypothesis # 1
H0: Employee referral is an unpopular 
source of recruitment for lower level posi-
Ɵ ons in manufacturing industries in Paki-
stan.
HA: Employee referral is a popular source 
of recruitment for lower level posiƟ ons in 
manufacturing industries in Pakistan.
JusƟ fi caƟ on of Hypothesis # 1
Employee always refers potenƟ al can-
didates who are eﬃ  cient, trustworthy and 
reliable. Employee Referral Program is an 
eﬀ ecƟ ve recruitment source. It is more re-
liable than the other source of recruitment. 
The cost of hiring are low and benefi ts are 
higher than external recruitment sources. 
(Delong & Clair, 1990).
Employee referral is an internal recruit-
ment source,employed by organizaƟ ons to 
idenƟ fy potenƟ al candidates from their ex-
isƟ ng employees’ social networks. An em-
ployee referral scheme encourages a com-
pany’s exisƟ ng employees to select and 
recruit the suitable candidates from their 
social networks. As a reward, the employ-
er typically pays the referring employee a 
referral bonus. RecruiƟ ng candidates using 
employee referral is widely acknowledged 
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as being the most cost eﬀ ecƟ ve and eﬃ  cient 
recruitment method to recruit candidates, 
especially at lower echelons of organizaƟ on-
al hierarchy.
Hypothesis # 2
H0: Employees hired through referrals 
have higher level of tenure and low turnover 
at lower level posiƟ ons in manufacturing in-
dustries in Pakistan.
HA: Employees hired through referrals 
have low level of tenure and high turnover 
at lower level posiƟ ons in manufacturing in-
dustries in Pakistan.
JusƟ fi caƟ on of Hypothesis # 2
Results indicated that referred employees 
tend to stay with an organizaƟ on signifi cant-
ly longer than do those hired through any 
other recruitment methods. The increase 
in employee tenure may lead to a decrease 
in the turnover rate and may signifi cantly 
reduce the hiring and training costs asso-
ciated with new employees. Referrers may 
provide informaƟ on that helps employers 
choose recruits who can potenƟ ally reach a 
higher level of performance than non-refer-
rals. Second, referral hires might be able to 
learn the job and adjust to its requirements 
more quickly than non-referrals. Inside 
sources, such as rehired employees or em-
ployee referrals, result in higher job survival 
rates than do outside sources such as news-
paper ads or employment agencies. This is 
because it is assumed that referrals provide 
more complete and accurate informaƟ on 
about the job and organizaƟ on. (Stewart, El-
lenburg, Hicks, Kremen & Daniel, 1990).
The chosen nine (9) mulƟ naƟ onal manu-
facturing fi rms in Pakistan were Engro Fer-
Ɵ lizers Ltd, AbboƩ  Pakistan,Byco Pakistan 
Ltd, Engro Foods Ltd,Pearl Food Industries, 
Engro Power Gen Ltd, Siemens Pakistan, LG 
Electronics and Dawlance Group of Compa-
nies. 
The esƟ mated populaƟ on of employees 
working in above fi rms is around 21,670 em-
ployees and has large HR departments. Ap-
proximately 43 employees are working in re-
cruitment department of these companies. 
These companies are large manufacturing 
units who rely on all methods of recruiƟ ng 
and recruit at lower levels of hierarchy sig-
nifi cantly. The chosen sample is also a fair 
representaƟ on of manufacturing units.
The workforce and recruiters strength of 
the industries are given below:
Table 3 
Industrial Profile of Survey Sample
S.No Industry Name Number of HR
  Employees Recruitment 
   Team
1. Engro Fertilizers Ltd. 1300 7
2. Abbott Pakistan 1350 5
3. Byco Pakistan Ltd. 800 5
4. Engro Foods Ltd. 1100 4
5. Pearl Food Industries 1000 4
6. Engro Power Gen Ltd. 120 4
7. Siemens Pakistan 1000 5
8. LG Electronics 10000 3
9. Dawlance Group of Companies 5000 6
 TOTAL 21670 43
Master
57%
Master
43%
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Measurement Tools
Following staƟ sƟ cal tools will be used to 
analyze data and test the hypothesis respec-
Ɵ vely.  
I. Data Analysis. The data will mostly mea-
sure through the measure of central tenden-
cies to include mean, median, mode, standard 
deviaƟ on and sample variance etc. 
II. Chi Square Test. Chi square test will 
be used to test hypothesis where ranking 
scale is applied. Chi-square is used to deter-
mine whether there is a signifi cant diﬀ erence 
between expected frequencies and the ob-
served frequency in one or more categories. 
It is used to check if the respondents fall in 
the same category as it is expected.
Formula:      ∑ (O – E)2/E
LimitaƟ ons of the Study
• Some of the respondents expressed reluc-
tance to disclose recruiƟ ng informaƟ on 
ciƟ ng company policy.
• Only 24% involvement of top manage-
ment took place in this survey.
• 43% respondents had2 years of experi-
ence in the organizaƟ on, which means 
their opinion is not highly eﬀ ecƟ ve.
• Many respondents only used their guess-
work while fi lling in the quesƟ onnaire and 
did not refer to any company data.
• Each organizaƟ on fi lled in at least 2-3 
quesƟ onnaires.
The profi le of the respondents is as follows:
Figure 2 
Profile of Sample
Gender
Qualification
Number of years in organization
Gender
Female
33%
Gender
Male
67%
Number of years 
4 Years 24% 
Number of years 
3 Years 5% 
Number of years 
1 Year 24% 
Number of years 
5 Years 5% 
Number of years 
2 Years 43% 
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FINDINGS OF SURVEY
HYPOTHESIS # 1
H0: Employee referral is an unpopular 
source of recruitment for lower level posi-
Ɵ ons in manufacturing industries in Pakistan.
HA: Employee referral is the most popular 
source of recruitment for lower level posi-
Ɵ ons in manufacturing industries in Pakistan.
The P-value of test staƟ sƟ c is .005, which 
is < 0.05, which means there is signifi cant 
evidence to reject the null hypothesis that 
employee referral is an unpopular source of 
recruitment for lower level posiƟ on in man-
ufacturing industries in Pakistan. It proves 
that employee referral is a popular source of 
recruitment for lower level posiƟ on in manu-
facturing industries in Pakistan.
To support Hypothesis # 1, below ques-
Ɵ onnaire have been proved through graphi-
cal and staƟ sƟ cal test/presentaƟ on. 
• 71% organizaƟ on having Employee Re-
ferral Policy. OrganizaƟ ons encourage 
and moƟ vate employee referral policy at 
the workplace. Referral policy increases 
employee commitment and moƟ vaƟ on 
resulƟ ng in higher producƟ vity. It also re-
sults in saving Ɵ me in cost and Ɵ me. The 
communicaƟ on fl ow between employee 
and recruiters is friendly and employee ac-
Ɵ vely parƟ cipates in organizaƟ onal aﬀ airs.
• Two organizaƟ ons i.e. LG Electronics & 
Table 4 
Findings of Popularity of Employee Referral
 Likert scale Respondent Percentage
Strongly agree 1 5%
Agree 2 10%
Neutral 4 19%
Disagree 11 52%
Strongly disagree 3 14%
Total 21 100%
 Valid 21
Missing 0
Mean 2.38
Median 2.00
Mode 2
Std. Deviation 1.024
Variance 1.048
Table 5
Result of Chi-Square Statistics 
Employee referral is the popular source of recruitment
 Observed N Expected N Residual
Strongly Disagree 3 4.2 -1.2
Disagree 11 4.2 6.8
Neutral 4 4.2 -.2
Agree 2 4.2 -2.2
Strongly Agree 1 4.2 -3.2
Total 21  
Employee referral is the popular source of recruitment
Chi-Square 14.952
df 4
Asymp. Sig. .005
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Pearl Food Industries have a policy to dis-
tribute rewards to referring employees. 
The rewards are in term of cash and giŌ s. 
Monetary rewards ranged between Rs. 
30000/ to Rs. 100,000/. Non-monetary 
rewards included “Best employees of the 
Month” and producƟ on incenƟ ves.
Hypothesis # 2
H0: Employees hired through referrals 
have higher level of tenure and low turnover 
at lower level posiƟ ons in manufacturing in-
dustries in Pakistan.
HA: Employees hired through referrals 
have low level of tenure and high turnover at 
lower level posiƟ ons in manufacturing indus-
tries in Pakistan.
Table 6
Findings of Turnover of Referral Employees
 Likert Scale Respondent Percentage
Strongly agree 4 19%
Agree 8 38%
Neutral 7 33%
Disagree 2 10%
Strongly disagree 0 0%
Total 21 100%
Low turnover of referral employee
Valid 21
Missing 0
Mean 3.67
Median 4.00
Mode 4
Std. Deviation .913
Variance .833
Figure 3
Usage of Different Recruiting Method in Industries of Pakistan
Employee
Referrals. 45%
Re-employment
7%Walk-ins &
Write-Ins, 5%
Employment
Agency, 17%Internet,
14%
Newspapers
10%
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CHI-SQUARE STATISTICS
Low turnover of referral employee
 Observed N Expected N Residual
Disagree 2 5.2 -3.2
Neutral 7 5.2 1.8
Agree 8 5.2 2.8
Strongly Agree 4 5.2 -1.2
Total 21  
 Low turnover of referral employee
Chi-Square 4.333a
df 3
Asymp. Sig. .228
The P-value .228 is>0.05, as such there are 
no signifi cant evidence to reject  H0,. Hence the 
hypothesis H0 is true and HA is rejected. It proves 
that employees hired through referrals have 
higher level of tenure & low turnover at lower 
level posiƟ ons in manufacturing industries in 
Pakistan. 
Following data gathered through survey also 
indicates that such recruits are also more com-
miƩ ed towards organizaƟ ons.
The p-value 0.644 > 0.05, means that there 
are no signifi cant evidence to reject the null hy-
pothesis (i.e. Employees hired through referrals 
are more commiƩ ed to organizaƟ on). The table 
and graph shows that 33% respondents agreed 
that referred employees are more commiƩ ed to 
the organizaƟ on. It shows that referrals exhibit a 
higher rate of producƟ vity due to namesake of 
known employees, and there were no hints that 
such employees take advantage of their aﬃ  lia-
Ɵ ons in the organizaƟ on.  
• 50% of the respondents also agreed that 
the employee referral method saves Ɵ me 
of the recruiters and lead to cost saving.
• 66% of the respondents also opined that 
the candidates referred by the exisƟ ng 
employees also turned out to be reliable 
and trustworthy employees.
Table 7
Findings of Commitment of Employees 
towards the Organization
Like rt scale Respondent Percentage
Strongly agree 3 14%
Agree 7 33%
Neutral 6 29%
Disagree 5 24%
Strongly disagree 0 0%
Total 21 100%
Table 8
Findings of Statistical Test
Valid 21
Missing 0
Mean 3.38
Median 3.00
Mode 4
Std. Deviation 1.024
Variance 1.048
CHI-SQUARE STATISTICS
Referral employees are more committed
Observed N Expected N Residual
Disagree 5 5.2 -.2
Neutral 6 5.2 .8
Agree 7 5.2 1.8
Strongly Agree 3 5.2 -2.2
Total 21  
Referral employees are more committed
Chi-Square 1.667c
Df 3
Asymp. Sig. .644
11Research
Market Forces
College of Management Sciences
Vol. X,  No. 2
December 2015
Table 9
Findings of Priority Accorded to Different Methods of Recruitment
Sources of Recruitment Priority 1 Priority 2 Priority 3 Priority 4 Priority 5 Priority 6 Priority 7
Advertisement In Newspapers 3 3 2 3 2 6 2
Internet 3 4 4 3 3 3 1
Employment Agency 2 1 6 3 2 3 4
Educational Institutions 0 1 1 6 5 1 7
Walk-ins & Write-ins 1 3 0 4 6 6 1
Employee Referrals 11 6 1 1 1 1 0
Re-employment 1 3 7 1 2 1 4
TOP TWO PRIORITIES 
Sources of Recruitment Priority 1 Percentage Priority 2 Percentage
Advertisement In Newspapers 3 14% 3 14%
Internet 3 14% 4 19%
Employment Agency 2 10% 1 5%
Educational Institutions 0 0% 1 5%
Walk-ins & Write-ins 1 5% 3 14%
Employee Referrals 11 52% 6 29%
Re-employment 1 5% 3 14%
Total 21 100% 21 100%
In the survey, another important factor 
that emerged was the priority accorded to 
an array of recruitment methods as per the 
percepƟ on of recruiters. The consideraƟ ons 
while according this priority is based on cost, 
quality and fi lling Ɵ me aƩ ributed to each 
method of recruiƟ ng. Following table, exhibit 
the prioriƟ es.
CONCLUSION
Based on collected data it is fi nally con-
cluded and proved that employee referral is 
the most popular source of recruitment and 
employees who are hired thorough referrals 
has higher level of tenure and low turnover 
at lower level posiƟ ons in manufacturing in-
dustries in Pakistan.
Internal recruitment is the best source 
of recruitment is around 76% suited for the 
lower level posiƟ ons in organizaƟ on. Survey 
results also determined that around 71% or-
ganizaƟ ons have employee referral policy, 
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which means organizaƟ ons encourage, sup-
port and moƟ vate the employee referral pol-
icy at workplace. The employee referral pol-
icy also increases the employee moƟ vaƟ on, 
which increases the morale value, high com-
mitment, reliability, and performance and in-
crease producƟ vity. 
LG Electronics is the fast growing industry 
and they prefer employee referral and mo-
Ɵ vate employee through monetary rewards 
in term of cash. Pearl Food Industries give 
non-monetary rewards in term of awards, 
giŌ s and incenƟ ves for referring employees. 
57% respondents agreed that employees 
hired through referral results in low turnover 
of employees. The reason behind is that em-
ployee provide real job preview (RJP) and 
true informaƟ on before joining their friends, 
colleagues about the job, working condiƟ on, 
environment and culture of the organizaƟ on. 
Employee referral save recruiter’s Ɵ me 
and result in more commitment to the orga-
nizaƟ on. The selected candidates turn out to 
be more trustworthy and reliable. The sur-
vival rate of informal or ‘inside’ sources was 
greater than formal or ‘outside’ sources. 
AdverƟ sement in newspaper is very ex-
pensive for lower level posiƟ ons. Mostly Pa-
kistani companies adverƟ se vacant posiƟ on 
only for middle and top level in newspapers. 
In Pakistan Dawn, Daily Times, The News and 
Jung are signifi cant newspapers for job adver-
Ɵ sement and easily accessible by all. For ex-
ample, if a company give ad in Sunday Dawn 
newspaper they charge Rs. 460/- for only 20 
words.  Normally in Dawn, an adverƟ sement 
of size 5 x 2 inches amounts to Rs. 20,000/-
. While in Jung, Karachi it would cost Rs. 
15,000/-. If a company wants to advert vacan-
cy with complete job descripƟ on, experience, 
educaƟ on, skills etc. in Dawn, preferable size 
20 x 3 inches would cost Rs. 160,000/- while 
in Jung it would cost Rs. 130,000/-.
RECOMMENDATION
• OrganizaƟ ons should try to reduce the un-
producƟ ve Ɵ me or delays in hiring process 
because it create negaƟ ve image of the or-
ganizaƟ on.
• Before beginning the search, exactly de-
fi ne what you want in a candidate and pre-
pare job specifi caƟ ons accordingly. 
• Give potenƟ al candidates a ‘realisƟ c job 
preview’ at an early stage of recruitment. 
Do not raise any unrealisƟ c expectaƟ on 
that you are not able to fulfi ll later. 
• An organizaƟ on should use mulƟ ple re-
cruitment sources at diﬀ erent levels.
• Use technology in recruiƟ ng and hiring 
process. It saves Ɵ me and cost of the orga-
nizaƟ on.
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QUESTIONNAIRE
Dear Respondent!
For my MBA Project, I have chosen to conduct research on the topic “Eﬀ ecƟ ve Recruitment Source at lower lev-
el”. Your answer will be kept strictly confi denƟ al and will only be used for research purpose. Your name will not 
be menƟ oned anywhere on the document so kindly give an imparƟ al opinion to make research successful. You 
are requested to take 10 minutes out of your busy schedule to fi ll this quesƟ onnaire. Your cooperaƟ on is highly 
appreciated. 
Thanks once again for your Ɵ me and cooperaƟ on!
Moiz Shamsuddin
Name (opƟ onal): ____________________________________________    
DesignaƟ on:  ____________________________________________     
Department:  ____________________________________________      
OrganizaƟ on:  ____________________________________________    
Gender: Male       Female  
Qualifi caƟ on:  Master                              GraduaƟ on        Intermediate  
Other 
No. of years in this organizaƟ on: Less than 1 Yr   1 – 2 yrs.   2 – 3 yrs.             
 3 – 4 yrs.            4 – 5 yrs.   5 & above yrs.    
Workforce (No. of Employees): _______________    
   
Average # of employees recruited in a year at lower level:  _______________ 
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Rate the following on the scale of (1-5)
 1 2 3 4 5
 Strongly disagree Disagree Neutral Agree Strongly agree
1) Which recruitment process suits best for lower level posiƟ ons in your organizaƟ on?
a) Internal source  
b) External source
2) Which of the following is your major source of adverƟ sing vacant posiƟ ons at lower level posiƟ on? 
(Tick any two)
a) AdverƟ sing in Newspapers    
b) Internet      
c) Employment Agency
d) EducaƟ onal InsƟ tuƟ ons
e) Walk-ins & Write-ins       
f) Employee referrals    
g) Re-employment of ex-employees 
h) Other (please provide details)     
3) In terms of cost incurred & quality which of the following recruiƟ ng sources are more eﬀ ecƟ ve at 
lower level posiƟ on? (Tick in order of priority I being highest)
a) AdverƟ sing in Newspapers
b) Internet         
c) Employment Agency
d) EducaƟ onal InsƟ tuƟ ons
e) Walk-ins & Write-ins
f) Employee referrals    
g) Re-employment of ex-employees 
h) Other (please provide details)     
4) What percentage (%) of recruitment is fulfi lled by the following sources of recruitment at lower level 
posiƟ ons:
a) AdverƟ sing in Newspapers  __________%
b) Internet     __________%
c) Employment Agency   __________%
d) EducaƟ onal InsƟ tuƟ ons   __________%
e) Walk-ins & Write-ins   __________%
f) Employee referrals   __________%
g) PromoƟ ons (through Internal Job PosƟ ngs)  __________%
h) Re-employment of ex-employees   __________%
Total      ______ 100 %
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5) Do you have an employee referral policy in your OrganizaƟ on?
a. Yes   
b. No  
6) Is there any reward policy for referring employees?
a) Yes   
b) No  
7) (a). If yes, the reward given on bringing the candidate on board is:
i) Monetary reward      ii) Non-monetary reward       
(b). What is the upper and lower limit in case of monetary rewards for recogniƟ on?
(c). If non-monetary, then what does the rewards include?
8) Employee referral in my organizaƟ on does not increase more than 10% of the selected employees. 
 1 2 3 4 5
 Strongly disagree Disagree Neutral Agree Strongly agree
9) Referral employee is a beƩ er worker than non-referral employee. 
1 2 3 4 5
 Strongly disagree Disagree Neutral Agree Strongly agree
10) Employees who are hired through referrals can signifi cantly save Ɵ me of recruiters. 
 1 2 3 4 5
 Strongly disagree Disagree Neutral Agree Strongly agree
11) Referral employees do not take advantage of their aﬃ  liaƟ ons in the organizaƟ on.
 1 2 3 4 5
 Strongly disagree Disagree Neutral Agree Strongly agree
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12) Employees hired through referrals are more commiƩ ed to organizaƟ on.
1 2 3 4 5
 Strongly disagree Disagree Neutral Agree Strongly agree
13) An employee always refers those who are trustworthy & reliable.
 1 2 3 4 5
 Strongly disagree Disagree Neutral Agree Strongly agree
14) Employees hired through referrals results in low turnover of employees.  
1 2 3 4 5
 Strongly disagree Disagree Neutral Agree Strongly agree
15) Usually referrals exhibit a faster rate of producƟ vity due to namesake of known employee. 
1 2 3 4 5
 Strongly disagree Disagree Neutral Agree Strongly agree
16) To what extent do referrals reduce hiring & training cost? 
a) Low  
b) Medium  
c) High  
17) Out of total recruitment in a year, what is the percentage (%) of internal recruitment at diﬀ erent lev-
els? 
a) Supervisory level   _______%
b) Experience workers  _______%
c) New workers   _______% 
18) What cadre of exisƟ ng employees oﬀ er potenƟ al recruits through referral: 
a) Supervisory level     
b) Experience workers    
c) New workers     
d) Any employee    
